Empowering employees play essential role on increasing the productivity of any business units. In this paper, we present an empirical investigation to study the impact of spiritual on empowering employees of Payame Noor university in city of Tehran, Iran. The study uses two benchmark questionnaires to examine the hypotheses of this survey. There are seven subhypotheses associated with this study including the relationship between empowering employees from one side and vision, friendship, faith to work, being meaningful, organizational membership, organizational commitment and performance feedback. The results of implementation of structural equation modeling confirmed all sub-hypotheses except commitment.
Introduction
These days, all organizations attempt to use various techniques to empower their human resources. There are literally various factors influencing empowering organizations such as faith, sense of friendship, etc. Azad and Sadeghi (2012) performed an empirical study to determine effective factors on organizational commitment. They discussed that organizational commitment is considered as an important component of organization on the success of business units. Many firms rely on their employees and when some skilled employees leave an organization, tremendous chaos in some organizations could appear and they reported that four factors influencing organizational commitments. The first one was cultural factor, the second issue was human resource based factors while the third one was associated with the behavior-based factors and finally empowering based factors were the last item. The study used structural equation modeling and the results indicated that the third factor, behavior based components, was the most important factor followed by the second factor, human resource factor. They also concluded that the third important factor was cultural issues followed by empowering factors. Abtahi and Saadi (2012) investigated the impact of structural factors on empowering employee in banking sector. They selected 1859 employees who work in 11 different areas of an Iranian bank and discussed the finding associated with two departments of engineering and administration. Using a standard questionnaire, they gathered the necessary information and the results were validated using Cronbach Alpha and factor analysis. They implemented five different regression techniques to analyze the data and independent variables included complexity, formality and concentration. In addition, the dependent variables included selfeffectiveness, self-organization, meaningful, self-acceptance and trust. Their results indicated that there was no correlation among structural components in engineering and administration areas. Sadati (2012) performed a survey relation of organizational culture and organizational citizenship behavior with employees' empowerment. He studied the relationship between organizational culture and organizational citizenship behavior (OCB) with employees' empowerment. They discussed four dimensions of employees' empowerment including meaningfulness, choice, competence and impact are investigated and identified four dimensions for organizational culture including adaptability, consistency, involvement and mission. Hamidi et al. (2012) explained that human resources are the primary sources of building advanced technological enterprises in today's world and any improvement in productivity of human resources plays essential effect on empowering employees. They used a hybrid of Burda and DEMATEL to detect important factors for improving manpower productivity. They used DEMATEL technique to detect cause and effect factors and propose a linear programming technique to detect important factors impacting productivity improvement. According to Beikzad et al. (2012) , empowering workers play an important role on increasing productivity in any organization. The service industries such as insurance firms or banks mostly rely on their own people to keep their customers and incomes. They presented an empirical study to detect the most influential factors empowering bank employees. The results were analyzed using statistical tests and descriptive methods and reported that leadership, academic qualification, appropriate policy and strategy, cooperation and processes played important role on empowering and enabling bank's employee.
The proposed study
The proposed study of this paper considers the impact of five different CQ on performance of banking sector. As we can observe from the proposed study demonstrated in Fig. 1 , there are seven hypotheses associated with the proposed study of this paper as follows, 1. Organizational vision could empower employees.
Friendship empowers employees.
3. Faith to work empowers employees.
4. Feeling meaningful empowers employees.
5. Organizational membership empowers employees.
6. Organizational commitment empowers employees.
7. Performance feedback empowers employees.
The proposed study of this paper is accomplished among employees of Payame Noor University located in Iran where there were approximately 250 managers and employees. We use the following formula to calculate the minimum number of sample size,
where N is the population size,
represents the yes/no categories, and N=250, the number of sample size is calculated as n=180. The proposed study of this paper distributes 220 questionnaires among employees. The study also distributes a standard questionnaire consists of 25 questions among them to measure the performance of the same employees.
In our survey, 110 (50%) people only finished a 2-year university college program, 78 (35.5%) finished bachelor degree, 22 (10%) hold master degree of science and 10 (4.5%) maintained master degree of science. In terms of the participants' age, 58 (26.4%) were younger than 30, 80 (27.3%) were between 30 to 39 years of age, 62 (28.2%) were between 40 to 49 years of age and 20 (18.2%) of the participants were older than 50. Fig. 2 shows the participants' years of experiences, gender and marital status. As we can observe from the results of Fig. 2 , nearly half of the participants had between one to five years of job experience and nearly, two third of the participants were married and there is a good diversity one people who participated in our survey in terms of their genders. All questions are designed in Likert scale and Table 1 demonstrates details of the questions. In addition, in our questionnaire, there are other questions associated with empowering employees, which are summarized in Table 2 as follows, In order to validate the questionnaire, we have distributed 30 questions among participants and Cronbach alpha (Cronbach, 1951) are calculated for the first questionnaire given in Table 1 has been calculated as 0.893 and for the second one given in Table 2 is equal to 0.806, respectively. Cronbach alpha for vision, faith, friendship, membership with three questions were 0.710, 0.677, 0.878, 0.589, respectively. In addition, Cronbach alpha was 0.906 for organizational commitment with four questions and it was 0.810 for performance feedback. We have also consulted with some professionals about the content of the questions and tried to make sure about the validity of them.
The results
In this section, we present details of our findings on testing different hypotheses. We first look at correlations among various factors using Pearson correlation ratios. Table 3 demonstrates the results of our findings, As we can observe from the results of Table 3 , there are some strong positive correlations between friendship and mission (0.739), between productivity and commitment (0.700), between membership and friendship (0.696) and between commitment and membership (0.598). In addition, there are some positive correlations between commitment and friendship (0.428), between faith and vision (0.285), between faith and friendship (0.206). Finally, there are some sort of positive relationships between meaningful and faith (0.182), between meaningful and empowering (0.121). We have applied structural equation modeling (SEM) to study the relationship between different components. Fig. 2 shows the results of our survey. As we can observe from the results of Fig. 3 , there is a meaningful relationship between spirituality and empowering employees (γ=10). Therefore, the main hypothesis of the study has been confirmed. There are also some meaningful relationships between spirituality and vision, friendship, faith, meaningful, membership and productivity, which means the hypotheses 1, 2, 3, 4, 5 and 7 have been confirmed. However, our survey does not find any conclusion that there is any relationship between spirituality and commitment. Table 4 shows the summary of our findings for testing the main and seven sub-hypotheses. 0.42 3.50 √ 6.There is a meaningful relationship between commitment and empowering.
-0.03 -0.42 × 7.There is a meaningful relationship between performance feedback and empowering.
-0.53 -6.00 √
Conclusion
In this paper, we have studied the impact of spiritual on empowering employees of Payame Noor university in city of Tehran, Iran. The study gathered two benchmark questionnaires to investigate the hypotheses of this survey. There was one main hypothesis, which associated with the relationship between empowering employees and spiritual leadership and the study confirmed this relationship. In addition, there were seven sub-hypotheses including the relationship between empowering employees from one side and vision, friendship, faith to work, being meaningful, organizational membership, organizational commitment and performance feedback. The results of implementation of structural equation modeling confirmed all sub-hypotheses except commitment.
